The issue of cultural awareness is inherent in every expression of social science. This paper addresses this topic in a Counselling Psychology context by presenting and discussing two separate questionnaires. Both were sent out to UK Counselling Psychologists between March and May 2013. The first on cultural awareness provision in training was sent to all 14 UK Counselling Psychology training institutions. The second questionnaire related to the experience of supervising or being supervised in the context of "cultural awareness". This was sent to all 3000 BPS Division members. The purpose of the questionnaires was to find out about current practice, opinions, attitudes and perceived problems as they relate to cultural awareness. The questions in each case were usually multi-choice but responses that are outside of the categories offered were all included in the full results. The results of the training questionnaire indicated a varied coverage of the syllabi from being inherent in the philosophy of a training course, to being a specifically targeted area of teaching and learning. The chief problem in offering such teaching is lack of time on the syllabus. Experience of supervision was also very varied, and ranged from cultural issues being dealt with in great depth, to the experience of such issues being ignored. The discussion raises the key issues the responses pose and asks some of the questions that need answers from the whole psychological and wider community.
Introduction
Awareness of cultural issues is a central tenet of counselling psychology (CoP) (Martin, 2010) . The responsibility to train new recruits to the profession in ways sympathetic to widening awareness is a clear imperative but is difficult to achieve: Eleftheriadou (2010, p. 198) paraphrases Bhui and Bhugra (2007) thus: "we need to understand The questionnaires were administered between March and May 2013.The Training Questionnaire on cultural awareness provision in training was sent to all 14 UK training institutions. There was 100% return. The Independent Route did not find the questions as I had constructed applicable to their particular circumstances, so a statement by their course leader was appended to the final report to DCoP instead of a response to each question. Most institution responses were from course leaders although a few were filled in by their colleagues.
The Supervisor/Supervisee Questionnaire relating to the experience of supervising or being supervised i in terms of cultural issues was sent to all 3000 BPS Division member and had a return of 162, a 5.4% return. The "Questback" system was used (http://www.questback.co.uk). This system was readily available through BPS and has the advantage of analysing data as they are inputted.
Results and Discussion
The Training Questionnaire
Perceptions of how the sufficiency of SoPs to adequately express the nature of this learning; how much they are achieved or not by the course; where and how some institutions exceed the SoPs -Six of thirteen institutions believed that the SoPs did the job sufficiently, 4 were unsure, 3 said they were insufficient but could be supplemented, and no course said they are absolutely insufficient.
Two institutions thought they had evidence that their work exceeded the SoPs by far; 8 that they exceeded the SoPs, and three said that they just cover the SoPs.
Where it was claimed that a course exceeding the SoPs at least on some counts, reasons included, 7 who said this was done by exploring the philosophy underlying the term "culture," 8 by underwriting all work with strong cultural awareness, and 8 by means of having a strong multicultural teaching and research team who privilege awareness of cultural issues (each of such institutions gave several reasons for their sense of success in this field).
Representation in staff and in trainees -Training courses were asked the proportion of teaching staff they estimated came from a "cultural background that is in some sense different" (from dominant UK culture). Bearing in mind that 8 courses are London based (where there is a high level of diversity of cultural origin) the results are not surprising: 4 institutions have staff within this description of 10-20%; 3 between 20-40%; and 6 above 40%.
It might therefore be concluded that there was often a good chance of many cultural issues being represented within the teaching staff. There is only a small discrepancy between staff representation and trainee representation.
Two institutions estimated their trainees represented cultural difference by between 10-20%; in 3 the estimate was 20-40%, in 5 40-60%; and in 3 the estimate was more than 60%.
Definitions -All of the foregoing begs the question of how each course respondent may have conceptualised what may be considered "a cultural issue". I generated alternatives on the basis of informal conversations I had engaged in within the Counselling Psychology Division. The alternatives were designed to allow for a wide range of conceptualisations of a "cultural issue." There was an "other" response possible. As shown in Table 1 there was wider disagreement by supervisors/supervisees compared with the course providers but nevertheless the values in Table 1 are intriguing. There are many useful issues raised by these responses, not least perhaps that at least three of the well represented choices (Diversity, Multi-Culturalism, and Political education) related to social change: a sense of mission well exemplified in Division 17 of the APA, and also a tangential preoccupation of a recent issue of UK's Counselling Psychology Review (CPR) (Steffen & Hanley, 2013) .
The quiet passion of an optional comment by one contributor is worth recording since it seems representative of a real intention often frustrated by lack of teaching time (see Table 2 ): One course offered 40-45 hours, and another 6 offered between 45-50 hours.
Claims that teaching and learning about cultural issues was "by infusion", through the philosophy of the course, or as an aspect of more general modules varied enormously in terms of hours.
ii Eight estimated that they spent between 5 and 30 hours, whereas 5 estimated 45-50 hours. Two comments are illustrative of beliefs about this work:
• I feel strongly that training in this area should be written into/woven through all aspects of courses as a core belief/focus of attention.
• Our current framework has a 'bolt on' module and this is not ideal. Assessment -Twelve institutions required a "general assignment", 11 required a targeted assignment, in 6
there were verbal assessment in seminars, in 8 assessments were by role-plays etc. Many institutions used several modes of assessment.
A whole debate on this matter would perhaps be centred on whether "cultural awareness" can be assessed, or indeed whether such awareness amounts to a competence.
Difficulties in delivering such teaching and learning -Teaching time is limited (see Table 2 ): UK universities operate with fairly short terms: it is not uncommon for the entire Doctoral Course to last for only perhaps 50-60 teaching weeks. Trainees often only attend the course on two days a week, so teaching time is often very compressed and therefore contact time between staff and trainees is often much pressurised. The following quotation is representative:
"[We deal with these issues] in everything that we do as practitioners, because they are in the middle of how we think, relate and 'be' as people. The dilemma I personally find here, as with anything in counselling psychology training, is simply how to support students gain the depth of critical understanding of these issues in a time-limited and pressured programme."
Discussion: This would appear to be overall a fairly optimistic view of the state of training in terms of cultural issues in UK.The ideal thing now to do would be to conduct a similar review with trainees to see if their own views match those of their course leaders and course staff. 
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The Supervisor/Supervisee Questionnaire Ethnic identity of the participants -The distribution of the ethnic identities of the participants is shown in Table 3 . Discussion: It may be that to ask about ethnicity in a survey about cultural issues is potentially sensitive simply because it is both easy and inaccurate to make cultural differences and ethnicity synonymous: they are not. One participant comment perhaps indicative of the nature of this debate: "Is it relevant? We are all people." What meaning do you give the term "cultural issues" as they apply to supervision? -The "leaders" were "Diversity" and "Multiculturalism" but participants pointed out that some important definitions had been missed out (see Table 4 ).
"Multi-layered, not just skin colour, or ethnicity or geographic origins, it's about religion, community, gender roles, generations (first or second generation migrants) socio economic concerns, education or access
to, values, mind-set, sense of self" and about Race, equality, skin colour, dress, eating customs." Discussion: It would seem that this is the area where a re-examination of where we are with "cultural issues" begins.
The nature of what these issues are is "shifting sand", so there needs to a frequent reappraisal of what it is we are seeking to address. It is probably not good enough to reduce the argument to extremes, such as "It is all about treating everyone as an individual". People belong to groups as well as existing in themselves, so it important to be alert to how self-definition of both individual mutate as the zëitgeist changes. This task as possibly the hardest to achieve in the process of operationalizing cultural awareness, but it may also be the most important. Alternatives to this question were generated on the basis of informal conversations. There is an "other" response possible. May also be supervisee.
Experiences of working with cultural issues in supervision -
The distribution of responses to the survey question "What is your general experience of working with cultural issues in supervision?" is given in Table 5 . It is noticeable here that the supervisors (who were probably also supervisees) were on the whole more positive.
It would be interesting to conjecture whether power were a significant variable in this perception and judgement. •
I do not expect my supervisor to address cultural issues. My experience of supervision over the years has been mostly positive but if I believe a supervisor does not want to explore cultural issues or is afraid of addressing it with me I often process this aspect myself.
•
I find that individuals who focus on 'cultural issues' are usually the individuals who are caught up with their own issues and not trying to work with the existential issue of being human.
Discussion: A narrative account of these comments would be characterised an often lonely journey, comments being made "sotto voce," and beset with a kind of apologetic or defiant demeanour. This is a far cry from the robust and proclaimed debate, demand and delivery that those who care about navigating cultural issues would perhaps want.
What determines the helpful or unhelpful nature of supervision sessions that deal with cultural issues?
-The ratings by supervisees only and of supervisors were usually similar. The level of skill of the supervisor was rated highest, followed by the general level of safety in the supervision, and then by level of willingness "not to know". More supervisees than supervisors, however, thought the "political atmosphere of the supervision setting" mattered. Both groups (about 15% in each case) thought the perception of litigious threat was a salient factor.
Participants added their own determinants of the helpfulness of such supervision
•
The level of "cultural development", experience, training, general sophistication, personal awareness, strength of personal identity, comfort, etc. of all involved. Awareness, and so knowledge and training in this area have long been, and remain, abysmal, across institutions, in my (very wide) experience.
• Supervisors' ability to be open and curious without stereotyping or making assumptions.
• Being open minded, reflexive of different meanings and willingness to embrace difference and uncertainty. 
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•
Has the supervisor 'done their work' on the issue and is s(h)e open to it being in the room?
• Supervisors or supervisees being unwilling to or incapable of engaging with "difficult" or "uncomfortable" material"
Discussion: These observations indicate the need for a seismic shift in the way that cultural issues are encountered.
There appears to be a clear need for more training, more honesty and an increased need to tolerate uncomfortable feelings in the service of greater understanding. Issues of how to make such supervision more helpful are clearly crucial and are at least partially addressed in Table 7 .
Main areas of concern arising from cultural issues in supervision -There is very little difference in responses between supervisees only and supervisors only the combined results are reproduced in Table 6 . Alternatives to this question were generated on the basis of informal conversations. There is an "other" response possible.
Additions were as follows:
• Lack of time in supervision to explore issue properly.
• Failure to notice cultural difference or work with cultural difference can in my experience often lead to a reinforcement of historical power relations in the therapy room.
• Fear of offending my supervisor.
• Gender and recognition of countercultural aspects of facing up to gender.
• Failure to notice how assumptions of similarity re culture impact as much as assumptions re difference.
Discussion: Again we appear to be dealing with awareness/avoidance as key factors. These comments unleash the power of a "fulcrum" which consideration of cultural issues bring about. When we as a profession consider culture gender, power, social imperatives, and social avoidance must come powerfully into play. Perhaps conflict is inevitable?
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What training is necessary for better supervision involving cultural issues? -Training preferences are summarized in Table 7 . Alternatives to this question were generated on the basis of informal conversations. There is an "other" response possible.
b There was no difference between the responses of the two groups (supervisees/supervisor) so only the table for all participants included.
Discussion: There seems to be a plea for the "experts to speak": a problem if experts contribute to a particular and perhaps limited discourse perhaps. This is contrasted by the second choice which is to train through many voices in experiential groups.
Additions to this list were made by
•
Awareness and training re social diversity needs to be fully integrated across all aspects of training, not ghettoised to a single 'issues' module.
• Supporting research on those topics
Cultural issues' being taught about in terms of subjectivity and individual differences, as well as in terms of inter-personal and group dynamics, and is largely present focussed.
• More open discussions on racism without judgement
•
An explicit acknowledgement by the society that the issues of diversity are central to the practice issues.
Especially power issues and psychology's colonial history founded in racist theorising.
• Ability to get consultation from particular ethnic groups.
• Training that encourages participants to explore and acknowledge their own prejudices.
Training emphasising impacts of multiple identities and minoritisation within cultural groups, not just focusing on single identities and the voice of the most powerful within a group (e.g. lectures by disabled muslin women etc.).
Discussion: This discourse appears to make a plea for a holistic approach to culture. Within such a pluralistic and diverse enquiry the voices of individuals, of group identities, and of more traditional but well-founded quantitative research needs to be heard.
What did participants think was left out of the questionnaire? -Specific comments included
• Some supervisors neglect this and solely look at the therapeutic relationship but ignore how cultural differences and perceived stereotypes from the client are impacting the relationship. They ignore the white elephant in the room.
• Discussion: This was a very rich and informative response. The criticism that the questionnaire has too narrow a definition of culture and should include class, race, religion, education, sexuality, male difference is important to the concept of an ever-changing snapshot alluding to in the introduction above. This criticism is echoed by comments on what are perceived as bias in the "assumptions" in some of the questions; there are similar criticisms of the "linear" nature of some of the questions. The way I constructed the questionnaire raises the important issue of what one participant describes as "hegemonic therapeutic discourse" in any such discussion. I would contend that even initiating such a dialogue necessarily involves heighted sensitivities and "getting it wrong": it is worth the risk in my opinion, unless we are willing to make cultural issues continue to be largely unspoken. One responder notes that such a debate needs to take place at macro levels such as at the top of organisations as well as between individual and smaller groups. Martin 109 Part of the problem identified by another responder is the "lack a commonly`Recognized / standard language in counselling psychology in order to raise these issues.' This must be a valid point so we need to consider if we can afford to wait for such a language, or if indeed it must be forged by the process itself. Language and power are inextricably enmeshed as Foucault has reminded us.
Conclusions
The two questionnaires appear to support the following propositions, and give rise to the following questions:
The "shifting sand" of a definition of cultural issues is illustrated by the data again and again. There is a need to develop a certain robustness. This involves everybody in the training/supervision room being ready "not to know" and to be uncertain. All of the points above could be summed up perhaps by acknowledging that moving forward in terms of cultural issues requires courage, mistakes, compassion, re-evaluation, pain and the willingness to be insecure. Thus we may increasingly widen a circle of trust in which we can all increase dialogue and increase compassion. No one promised this would be easy but we have no other sensible option than to take this thorny and often rewarding pathway. My goal at the beginning of this work was to test the assumptions of the questions I had set. Reading the responses was a mighty exercise in humility since almost everything my informed professional hunches had contributed was questioned or was contradicted. I am, however, not dismayed, for such is the nature of daring to engage in the crucial debate.
Notes
i) In constructing the Supervisor/Supervisee Questionnaire I should have arranged three more refined categories but did not. The categories needed to be: supervisors only, supervisees only, both supervisors and supervisee. The questionnaire in fact used two categories: supervisee and supervisor. This has resulted in some respondents answering in both categories (i.e. supervisor and supervisee) without having the means to declare in which role they were answering a particular question.158 members responded of which 115 were supervisees only, whereas 61 participants identify as supervisors, but are likely, in the nature of the work to also be supervisees. ii) I was aware from external examining experience that some courses aim to deal with important aspects of the syllabus such as diversity as a learning experience integrated with other areas of the curriculum. I designed this question to allow for a response from such institutions.
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